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A subsequent letter in 2022 from Interim Vice-Chancellor, David Maguire, requesting a delay 
to submission from July 2022 to July 2023 is also available if required. 
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NB: Additional 250 words granted (11/01/22) to explain use of existing data due to 
HESA timeline. 

Tuesday 11/01/22 

Dear Corinna, 

Thanks very much for your patience. 

I was unable to find your Developmental Review booking in our records but found the attached email instructing you how to 
book in a review ï we would be grateful if you could please complete this process so that we can formally record your 25th 
March 2022 date and can proceed with organising an Associate to review your application. 

With regard to your query below, I have discussed this with Arun and he has advised that given the HESA timeline and your 
planned submission of your application (25th March 2022), you may use existing data for benchmarking/ analysis purposes 
with an explanation (for the peer reviewers) in your application as to why you are presenting these data. Arun has also 
requested that you include information in your July submission regarding how you will use new HESA data (once released) 
moving forward ï you may have a word extension of 250 words to address this. 

Can you please include a copy of this email in your submission so that there is a record for peer review purposes. 
Regards. 
Diana. 
Dr Diana Piscitelli 
Charters Assessment Manager, Race Equality 
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List of abbreviations 

ACR Annual Course Review 

APP  Access and Participation Plan  

AD Assistant Director 

ADR Achievement and Development Review 

AT Associate Tutor 

BAME Black, Asian and minority Ethnic ** 

BLM Black Lives Matter 

BSMS Brighton and Sussex Medical School 

CEI  Culture, Equality and Inclusion  

COO Chief Operating Officer 

D&R Dignity and Respect 

DETSY Direct Entry (into) Second Year 

DPR Discretionary Pay Review 

DT  Doctoral Tutor 

DTL Director of Teaching and Learning 

ECR Early Career Researcher 

EDI  Equality, Diversity and Inclusion  

EFCS Estates, Facilities, Commercial Services 

EngInf School of Engineering and Informatics 

ESW  School of English and Social Work  

GCGC General Counsel, Governance and Compliance 

Global School of Global Studies 

HoPS Heads of Professional Services 

HoS Head of School 

HR Human Resources 

IDS Institute for Development Studies 

ISPB Inclusive Sussex Programme Board 

LifeSci School of Life Sciences 

LPS School of Law, Politics and Sociology 

MAH School of Media, Arts and Humanities 

MPS School of Mathematics and Physical Sciences 

NSS National Student Survey 

OD Organisational Development 

PCIC People, Culture and Inclusion Committee 

PG  Postgraduate 

PGR Postgraduate Research 

PGT Postgraduate Taught 

PS Professional Services 

PSLT Professional Services Leadership Team 

Psych School of Psychology 

PVC Pro Vice Chancellor 
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RDC SG Researcher Development Concordat Steering Group 

REC SAT  Race Equality Charter self-assessment team 

REF Research Excellence Framework 

SAT Self-Assessment Team 

SE Student Experience 

SMT Senior Management Team 

SPRC Strategic Performance and Resource Committee 

SRAID  Student Recruitment and International Development   

SU Students Union 

T&L Teaching and Learning 

TU Trade Union 

UCAS Universities and College Admissions Service 

UEC University Education Committee 

UEG  University executive group 

UG Undergraduate 

ULT University Leadership Team 

UoS University of Sussex   

USBS University of Sussex Business School  

USSU  University of Sussex Students' Union  

VC Vice Chancellor 

WP Widening Participation 

 

Notes for the panel: 

¶ All numbers rounded to the nearest 5.  

¶ 2.5 or less rounded to 0.  

¶ HESA data is released end of February, impacts the inclusion of some 

benchmarks. No HESA benchmarks for PS staff, as collection of this is 

now optional for some providers. 

¶ UCAS request ethnicity data only from UK domiciled students - non-UK 

domiciled applicants are assigned óNot applicableô. 

¶ BSMS data includes all staff regardless of home institution, and half the 

student population data. 

¶ óBAMEô is a contested homogenising term which does not reflect the 

varied historical and lived experiences of racially minoritised people 

from a wide range of heritages. We take a hybrid approach; using 

óBAMEô where data norms/reporting processes require this but 

disaggregating data/other qualitative information where possible to 

better understand the disadvantages faced by specific minoritised 

groups.   

¶ óBlackô is used to mean those of Black African and Caribbean descent. 



                                                                                            

9 
Race Equality Charter application v1 Mar 20 

The SAT have been pragmatic in collating and presenting data, given the 

constraints of differing University of Sussex systems plus some missing data 

for recruitment and promotions for the 2021/22 year.  

The agreed delay to submission resulted in a further year of data being 

included. In some cases, the methods, format or university structures had 

changed, and notes included. 
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1. Letter of endorsement from vice-
chancellor/principal  

Please provide a letter written by the vice-chancellor (or equivalent).  
The letter should include: 

¶ why the head of the institution supports the application   
 
¶ details of the issues senior management believe exist for minority ethnic staff and 

students within the institution 
 
¶ details of how race equality is being advanced by the senior management team, 

council and senate (or equivalent) and regularity with which it is discussed 
 
¶ how the senior management team, council and senate ensure race equality is 

embedded within the decisions they take  
 

¶ details of any allocated additional and ring-fenced resources for this work 
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Edited Extracts from Heads of Schools/Faculties/Divisions letters 
 
(Full letters will be published on the Universityôs website.) 
 

From the COO 

ñPSLT fully recognises that we need to improve the diversity of our staff 

across all grades, particularly our senior management teams, to better 

represent the local community and our student body. We appreciate that 

to drive meaningful and sustainable improvements we need to embed 

change across our Professional Services teams, dismantle barriers and 

build a positive, inclusive and respectful culture for all.  

As a result, PSLT have signed up to the four-year REC Action Plan and 

a set of commitments, which we will use to drive local action plans within 

each of our teams.  

We are committed to:  

¶ bringing our levels of ethnic minority staff within PS to be at least in line 

with local census levels  

¶ inclusive and best practice recruitment processes, supported by 

effective systems to help support monitoring and other improvements  

¶ positive action in recruitment and development (promotion and career 

progression)  

¶ transparent and open processes for acting up/interim appointments  

¶ improved training provision for everyone including those in decision-

making roles, supported by an effective system for monitoring 

mandatory training completion  

¶ increasing the levels of staff reporting personal characteristics by 

communicating the benefits, explaining how the data is used to drive 

improvements and reinforcing this message in key interactions with our 

staff  

¶ taking forward actions to ensure everyone is treated with respect and 

dignity, including proactive use of current data to drive insight and 

subsequent actions, engagement with staff to understand all 

perspectives, and regular communication on actions taken  

¶ improving the levels of diversity on decision-making/governance 

committees.ò 

 

From the Dean of the Business School 

ñWe want to create an anti-racist culture throughout our school, at 

every level, to support and celebrate our diverse student and staff 
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community.   

As part of our commitment to anti-racism and a determination to build 

an inclusive environment in which all students and staff feel a strong 

sense of belonging, we published The Race Equity Action Plan in 2022. 

We have met our UG UK White: BAME access ratio target for the past 

three years, it having fallen to 1.9 in 2020/21. The awarding gap for 

non-UK BAME students reduced from 48.2% in 2018/19 to 37.9% in 

2020/21, for UK Asian students from 10.6% to -1.9% and for UK Black 

students from 16.4% to 9.4%. The Business School has a diverse staff 

group and a good proportion of BAME academic staff. However, there 

is some scope for improvement in the number of BAME professors and 

BAME PS staff. 

We continually work towards race-equality through:    

¶ staff training and awareness, providing opportunities for all to 

access training and events related to, race equity and other 

matters relating to underrepresented groups   

¶ enhancing student experience by simplifying access to 

information and support through an easily accessible Race 

Equality Canvas site, continuing annual recruitment to the 

ASPIRE mentoring scheme and developing a strategy to support 

student transition to the Business School  

¶ reforming the curriculum to make it more inclusive and to 

celebrate good practice across the School   

¶ continuing work to recruit and retain a diverse workforce, 

interrogating our current practices throughout the application 

and appointment processes as well as those for promotion. In 

respect of senior academic appointments, the School will 

increase the percentage of BAME professors to the average of 

the BAME representation at the other levels  

¶ ensuring access to robust concerns/complaints procedures to 

provide clear reporting routes for race related incidents and 

ensure appropriate support is offered throughout.ò 

From the Heads of School of the Science Cluster 

ñEach of our Schools has focused attention on distinctive topics and 

actions, given that the specific issues relating to each of the primary 

REC areas (academic staff, Professional Services and support staff, 

student progression and awarding, diversity of the curriculum) vary in 

nuanced ways across our subject areas.  
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We recognise that there is much that remains to be done in addressing 

core issues of diversity in our workforce, career progression, curriculum 

development, and student experience. EDI leads have prominent roles 

at a senior level, and building on the actions and progress described 

below, this is a personal and strategic priority for each Head of School. 

The School of Life Sciences developed a comprehensive Race Equity Action 
Plan in collaboration with BAME students. Concrete actions addressed 
various issues including student experience, curriculum reform, research and 
laboratory experience and recruitment / retention practices. Since 
implementing many of these actions, our BAME awarding gaps have fallen 
substantially between 2018/19 and 2020/21, with the UK White: BAME access 
ratio also reducing over those three years. A key priority now is connecting 
race equity activity among the current students and staff in the school (e.g., 
dedicated mentoring support and teaching content) to new programmes in the 
wider community, including ongoing careers support for BAME alumni and 
widening participation work on BAME student leadership with local sixth-form 
students.  
 
In the School of Engineering and informatics, the non-UK BAME awarding 
gap dropped substantially between 2018/19 and 2020/21. However, some 
fluctuations were observed in UK Asian and UK Black awarding gaps (though 
they remain within our institutional targets), showing us that ongoing work is 
required to address deep issues. In line with that, our School has established 
a Staff and Student Charter with guiding principles whereby diversity is highly 
prominent, incorporating actions such as classroom and extracurricular 
discussions of this area. 
 
In BSMS, the Equality, Diversity and Staff Development Committee was 
established to focus on delivering an inclusive culture.  It has hosted an 
annual conference since 2021 (with approx. 300 delegates at the inaugural 
event) focusing on óanti-racist practice in medical educationô, leading the way 
in reflective practice to improve the inclusivity of work in medical schools. 
Ongoing work includes student-centred work to decolonise the curriculum, 
and our colleagues are taking forward specific curriculum advancements in 
terms of teaching on inequalities and inclusion in healthcare, coupled with a 
programme of support for allyship and training for students and staff. 
 
EDI leads in the School of Mathematical and Physical Sciences are at an 
early stage of exploring strategies for decolonising the curriculum. Significant 
steps have been taken to improve the diversity of the student population in 
physics and mathematics, with the access ratio of UK White: BAME following 
steadily from 2018/19 to 2020/21. This occurs alongside a significant BAME 
representation in the academic staff at senior as well as junior levels ï though 
not yet reflected in PS and support staff ï with nearly 20% of grade 9 and 
grade 10 staff identifying as BAME. 
 
In the School of Psychology, our highly active EDI Committee oversees a 
comprehensive programme of work focused on developing an inclusive 
culture. Drawing upon expertise both within and beyond the School, we have 
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led a regular data collection and analysis exercise, the Inclusive Culture 
Survey, which addresses a wide range of issues concerning the socio-
relational and psychological foundations of wellbeing and belonging among 
our staff and students. A new senior role, Deputy Director of Teaching and 
Learning focused on strategic work to address awarding gaps, and to identify 
and remove barriers to attainment, and have launched a programme of work 
on decolonising the programme in concert with the development of a major 
interdisciplinary, strategic research focus on óChanging Societiesô. We have 
identified proactive race equity support for Early Career Researchers as a 
priority, and recently established a BAME PhD scholarship scheme with full 
funding for a programme of doctoral research.ò 

From the Heads of School of the Social Science Cluster 

ñEach School has its own policies and strategies to achieve race 

equity, reflecting different contexts and challenges. They share a firm 

commitment to enabling working and learning environments that 

challenge racism and any institutional practices that oppress, limit, or 

marginalise our minoritised staff and students. 

Each school has an EDI Committee (of academic, PS staff and 

students), convened by the Directors of EDI (members of school 

leadership teams) which oversees EDI work, including that relating to 

race equity). In ESW, an active Minoritised Ethnicities/Racialised 

Academics Network reports actions and raises concerns to the EDI Co-

Directors and Head of School.  

Each School has developed a Race Equity Action Plan.   

Key aims/actions include:  

¶ permanently eliminating remaining awarding gaps  

¶ decolonising curricula and teaching styles and embedding anti-

racism in our syllabi    

¶ implementing a mentoring support programme to optimise the 

reach and quality of support for BAME staff and students  

¶ actively recruiting BAME staff and students and improving 

recruitment practices to ensure fair and equitable opportunities   

¶ prioritising the retention of BAME students and staff  

¶ creating a culture of anti-racist practice and zero-tolerance for 

racism   

¶ designing clear informal and formal complaints procedures and 

routes for individuals to report concerns of racism, sexism, 

ableism, or any discriminatory behaviour; to ensure resolution of 

these concerns and clear consequences for such behaviour; to 

empower individuals to challenge this behaviour. 
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Our Schools are committed to reassessing their processes and practices in all 

areas to eliminate racism and embed anti-racist practices, as well as to 

ensure that all students and staff members are treated equitably, without 

prejudice, assumption, or stereotype.ò 

From the Dean of Media Arts and Humanities 

ñThe awarding gap in MAH has been decreasing for UK BAME students. 

For example, it dropped from 8.5% to 1.2% between 2018/19 and 2020/21 

for UK Black students and from 10.3% to 4.6% for UK Asian students in 

the same period (although it rose to 13.2% in the interim year). The 

numbers of Black and Asian students, however, remain very low and more 

needs to be done to widen access. The awarding gap for non-UK BAME 

students is on the right trajectory, dropping from 53.3% to 43.4% during 

this same period, but there is clearly a lot of work to be done. 

Since January 2020 a dedicated team focused on coordinating the work of 
race equity has been established in the School; Director of Race Equity 
and two Deputy Directors prioritising staff and student concerns, 
respectively. All have undergone Advance HE training. An Associate Dean 
for People Inclusion and Culture, appointed in August 2022, oversees this 
work as part of a wider EDI remit, which has evolved in response to 
consultation with staff and students. An action plan is being developed 
using the principles of community organising to prioritise what is most 
important to BAME staff and students and will be launched in June 2023. 
The work can be divided into three main sections reflecting the priorities of 
the REC work. 
 
Culture 

¶ Hosts the Stuart Hall Fellowship scheme (since 2018) in partnership 
with the Stuart Hall Foundation to provide an opportunity for a talented, 
creative individual to develop their practice within an academic context.  

¶ Membership of the Black at Sussex steering group   

¶ Race Equity Awareness Canvas site publicises relevant events and 
holds race equity resources such as media output and academic 
articles as well as details of complaints channels and useful 
organisations 

¶ Diversifying the environment project to update the artwork of MAH 
buildings, including promoting visual art from current students as well 
as archival art from the library, which celebrates the Universityôs 
diverse history 

¶ Policy on the teaching of material containing offensive language 
(September 2020) to address racism in the classroom, in consultation 
with students and ongoing pedagogical work to address this issue. 

¶ A variety of events have been hosted bringing together students, staff, 
and Sussex alumni. A listening event was held to identify priorities for 
BAME staff and students drawing on the principles of community 
organising to feed into the Race Equity Action plan 
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¶ The Race Equity team and SMT members have had Advance HE and 
Santander training. 

 
Staff 

¶ A key issue has been the issue of recruitment and retention. To 
ensure our recruitment practices are inclusive, we have been working 
to support lawful positive action. 

¶ Held workshops on micro-aggressions, run by Strawberry Worlds, to 
empower individuals to understand and challenge racist behaviour 
(April 2021, May 2022). 

¶ A MAH BAME staff networking group (including PS, academic staff 
and doctoral tutors) meets termly to discuss staff concerns 

¶ In response to BAME staff feedback, ran a BAME staff specific 
training event (early 2023) for dealing with racism and developing 
coping strategies.  

¶ The Race Equity team members provided input on the University of 
Sussexôs óReport and Supportô tool to ensure safe and meaningful 
ways for staff to report race-related incidents/complaints 

¶ The EDI staff forum (November 2022) focused on 
race/disability/intersectional issues and created a set of guidelines 
(Making Students Welcome) which address creating a more inclusive 
learning environment for all students. 

 
Students 

¶ Supported the appointment of Race Equity Advocates (since 2020) 
and Student Connectors (since 2021) to focus on engaging BAME 
students and addressing race equity issues.  

¶ Addressed the concerns of international students and UK BAME 
students through workshops, led by the Race Equity Team, focused on 
the International Student Experience, drawing on the pedagogic best 
practice of expert teachers of multilingual classrooms, English 
Language Teaching professionals, and international students 
themselves to help staff development (since Jan 2021). 

¶ Hosted Decolonising the Curriculum events for staff and students to 
identify actions to further decolonise the University in terms of module 
content and reading lists and marking, assessment and classroom 
dynamics. 

¶ Offer MA Studentships as part of the Stuart Hall Foundation 

partnership and has led on the recent expansion of the partnership to 

create PhD Studentships for BAME students (with some ringfenced 

for Black applicants). These studentships will offer invaluable material 

support for BAME students wanting to go on to postgraduate research, 

whilst also working towards better recruiting, supporting and 

representing of staff of colour in HE.ò  
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2. The self-assessment process 

2a Description of the self-assessment team 

 
The description of the self-assessment team (SAT) should include: 

¶ team members, their role within the institution and the SAT, their faculty/department, 
grade and ethnicity  

Note: When this information is contained in a table (maximum 30 words about each 
team member) it will not be included in the word count. 

 
¶ how people were nominated or volunteered for the role and how any time involved in 

being a member of the team is included in any workload allocation or equivalent 

¶ how each faculty and relevant central departments are involved and included 

The REC SAT was set up in October 2019, chaired consecutively by the Provost; a 
School Head; an Interim PVC CEI and the permanent PVC CEI (since October 2021). 
All are UEG members, ensuring senior leadership commitment and engagement. 

The SAT comprises staff of various ethnicities, Divisions and grades, including reserved 
positions for the SU, BAME Staff Network and TUs (elected by members), those 
appointed due to their position or group membership (e.g. Athena Swan SAT).  

Their ethos is to work critically and collaboratively. Members received formal invitations 
and local workload allocations (where requested). Early on they and other invited staff 
participated in   Advance HE training (two days) to collectively develop their Terms of 
Reference and a shared mission statement: 

ñUsing an anti-racist lens, to tackle institutional racism and racial inequality through 
identifying and challenging the structural, cultural and other barriers, practices and 

discourses at the University of Sussex.ò  

The SAT established three sub-groups populated via a callout for volunteers (see tables 
below);  

¶ Culture,  
¶ Staff Experience  

¶ Student Experience 

Over 40 staff from all parts of the University, including the SU, and a range of grades, 
School Heads, Teaching and Learning Directors, PS colleagues and student 
representatives, collaborated to develop forward thinking, sustainable, widespread 
change at the University for the years ahead.  

Due to organisational change, there has been high turnover in the SAT (see table 2.1) 
This turnover may also indicate low trust in the Universityôs leaders and their readiness 



                                                                                            

20 
Race Equality Charter application v1 Mar 20 

to acknowledge and address problems. Vacancies have been filled as the group has 
evolved whilst maintaining a manageable size. From the 17 current REC SAT 
members, nine identify as BAME (from a range of backgrounds), seven as White, with 
one unknown. In addition to Covid-19 and ongoing industrial action impacting the 
sector, we have undergone significant organisational change since committing to the 
application.   
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Table 2.1: List of members of the REC SAT (previous members shown in greyed out rows)  

REC SAT 
role 

Name Role in Institution Faculty/Dept Grade  Ethnicity Time 

Chair David 
Ruebain 

PVC for Culture, Equality & 
Inclusion 

UEG 10 Arab Jewish Joined November 2021 

Deputy 
Chair  

Naaz 
Rashid 

Academic Lead on Race 
Senior Lecturer 

School of Media, Arts and 
Humanities 

8 British 
Bangladeshi 

Joined October 2019 
(Sept 2021 ï February 
2022 research leave) 

EDI advisor Isobel 
Pearce 

Assistant Director HR, 
Culture, Equality & Inclusion 

EDI Unit, HR 9 White Joined January 2023 

OD advisor Cathy 
McDonnell 

Assistant Director HR, 
Culture, Organisational 
Development & Wellbeing 

OD, HR 9 White Irish Joined January 2023 

Academic 
Rep 

Gurminder 
Bhambra 

Professor of Postcolonial & 
Decolonial Studies 

School of Global Studies 10 British Indian Joined October 2019 
(2-year research leave 
from 2023) 

Planning Fray 
McNulty 

Planning Officer Planning 7 White Joined October 2019 

SU Staff 
Member 

Monique 
Forbes-
Broomes 

Student Engagement 
Manager (Student Union) 

University of Sussex Studentsô 
Union (USSU) 

Grade 6 
(SU 
scale) 

Black 
Caribbean/Black 
British 

Joined October 2019 

UEG 
Member 

Jayne 
Aldridge 

Director of Student 
Experience 

Division for the Student 
Experience  

10 White British Joined October 2019 

PhD 
Student 
Rep 

Alexandra 
Obeng-
Gyabaa 

PhD student/Doctoral 
researcher/tutor 

IDS   6 African Joined February 2022 

UEG 
member 

Robin 
Banerjee 

Head of School of 
Psychology, Professor of 
Developmental Psychology 

School of Psychology (UEG) 10 Mixed ï Asian 
and White 

Joined March 2021 

SU Officer Aaron 
Williams 

SU Officer for Diversity, 
Access & Participation 
(sabbatical from studies) 

USSU Grade 3 
(Union 
Scale) 

Mixed Black 
Caribbean and 
White British 

Joined January 2023 
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SU Officer Riko 
Konisue 

SU Officer for International 
Students 

USSU Grade 3 
(Union 
Scale) 

East Asian Joined January 2023 

PS 
Member 

Rachel 
Gould 

Lead Student Advisor Directorate for Student 
Experience 

8 White Jewish Joined March 2020 

Comms Charlotte 
Littlejones 

Head of Corporate 
Communications 

Comms 8 White British Joined September 
2021 

Staff 
network 
chair 

Mark Chee Head of Research 
Information, Quality & Impact 
and interim BAME Staff 
Network Chair 

Research & Enterprise unknown unknown Joined May 2022 

TU Rep 
(Unison) 

Gayemarie 
Crane 

Senior Library Assistant Library 5 White other Joined May 2022 

Academic 
Rep 

Gaurish 
Chawla 

Senior Lecturer in Leadership 
Commissioning 

BSMS 9 Asian British/ 
Indian 

Joined January 2023 

Secretary Corinna 
Hattersley 

Equality Charter Manager EDI Unit 7 White Joined 11 October 
2021, left March 2023 

EDI advisor Jackie 
Rymell 

Director, EDI Unit EDI Unit 8 White Joined October 2019 

Student 
Rep, 
student 
sub-group 
chair 

Caitlin Ung International Students Officer USSU Not 
known 

BAME Joined July 2021, left 
end of SU term 

Student 
Rep 

Nehaal 
Bajwa 

Diversity, Access Participation 
Officer 

USSU Not 
known 

BAME Joined July 2020, left 
end of SU term 

Academic 
Rep, 
Culture 
sub-group 
chair 

Marie 
Hutton 

Lecturer in Law School of Law, Politics and 
Sociology 

8 BAME Joined May 2021 

HR Jo Lawton Interim Assistant Director HR, 
Culture, Equality & Inclusion 

HR 9 White Joined May 2022, left 
November 2022 
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HR, Staff 
sub-group 
chair 

Sharon Neal Assistant Director of Culture 
and Inclusion 

HR 9 White Joined March 2020, left 
April 2022 

TU Rep Vivak Soni Trade Union Anti-Racist 
Working Group 

School of Life Sciences Not 
known 

BAME Joined March 2020 
after TU election 

PS Rep Mariyana 
Bushara 

Organisational Development 
Advisor 

Organisational Development 7 BAME Left February 2022 

PVC 
Culture, 
Equality 
and 
Inclusion 

Professor 
Kevin Hylton 

PVC Culture, Equality and 
Inclusion 

UEG 10 BAME Left October 2021 

Interim 
chair 

Robin 
Banerjee 

Head of School of 
Psychology, UEG member 

School of Psychology 10 BAME Now general member 
of the SAT (see above) 

PhD 
Student 
Rep, 
Culture 
sub-group 
co-chair 

Daniel 
Akinbosede 

Doctoral Student 
Sussex Anti-racist Action 

School of Life Sciences N/A BAME Left September 2021 

Acting 
Secretary 

Anthony 
McCoubrey 

EDI Co-ordinator EDI Unit 4 White Left November 2021 

Secretary Ilyas 
Nagdee 

Equality Charter Manager EDI unit  7 BAME Left July 2021  

Member Alison Field Communications Officer Central Communications Team Not 
known 

White Left July 2021 

Student 
Rep 

Ijlal Khalid International Students Officer International Office Not 
known 

BAME Left July 2021 (Term 
ended at USSU) 

Chair Saul Becker Provost UEG Not 
known 

White Left April 2021  

PS Rep Victoria 
Babatunde 

Careers Service Careers and Employability 
Centre 

Not 
known 

BAME Left July 2020  

Student 
Rep 

Ben 
Matthews 

Education Officer USSU Not 
known 

White Left June 2020  
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Member Sheila 
Gupta 

Director of Human Resources UEG Not 
known 

Not known Left December 2019  

Deputy 
Chair 

Claire 
Annesley 

Deputy Pro Vice Chancellor UEG Not 
known 

White Left December 2019  
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Table 2.2: List of members of Culture sub-group (leavers in grey) 

Table 2.3: Agenda items for Culture sub-group 

Month  Topic(s) of Discussion 
Nov 2020 Introductory meeting 

April 2021 Report & Support, Tackling Incidents of Racism 

May 2021 Grievances/Disciplinaries  

June 2021 Impact of COVID on BAME groups on campus 

July 2021 Black Lives Matter 

 

Table 2.4: List of members of Staff sub-group (leavers in grey) 

 

Culture Sub-group 

Name Position Ethnicity 
Dinah Rajak Reader, Anthropology, Global Studies White 

Mark Clark Senior Lecturer, Management, Business School White 

Helen Quin Student Welfare Advisor, BSMS White 

Amy Granville HR Insight Analyst White 

Gayemarie Crane Senior Library Assistant Not known 

Emily Danvers Lecturer, Higher Education Pedagogy, ESW White 

Rachel Stenner Lecturer, English Literature, MAH White 

Samantha Waugh Sustainability Manager White 

Amanda Cudby Ambassador Programme Manager, WP White 

Gaurish Chawla Teaching Fellow, BSMS BAME 

Thembi Mutch Research Fellow, Anthropology BAME 

Andrea Edwards Digital Analyst BAME 

Anthony McCoubrey Secretary, EDI Unit White 

Marie Hutton Co-chair, Lecturer, Law BAME 

Sharon Neal Assistant Director, HR White 

Daniel Akinbosede Co-chair, Doctoral Student, Life Sciences BAME 

Ilyas Nagdee Secretary, EDI Unit BAME 

Staff Sub-group 

Name Position Ethnicity 
Matt Naish Reward Manager, HR White 

Lisa OôKeeffe Business Process Manager, Finance BAME 

Fran Barnard School Administrator, Psychology White 

Merrill Jones Head of Professional Services, Business School White 

Feras Alkabani Lecturer, Arabic and Comparative Literature, MAH BAME 

Fiona Courage Associate Director, Library White 

Jody-Aisha Southam EA to PVC-CEI, VCôs Office BAME 

Karen Okuefuna-
Budd 

Director of Practice Learning, ESW BAME 

Suze Crutwell Equality & Diversity Project Officer, BSMS White 

Sharon Neal Chair, Assistant Director of HR White 

Jackie Rymell Director, EDI Unit White 

Corinna Hattersley Secretary, EDI Unit White 

Ilyas Nagdee Secretary, EDI Unit BAME 
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Table 2.5: Agenda items for Staff sub-group 

Month  Topic(s) of Discussion 
April 2021 Recruitment 

May 2021 Recruitment  

June 2021 Retention 

July 2021 Promotion, Discretionary Pay Review 

August 2021 Progression & Pay 

Nov 2021 Wind up sub-group 

 

Table 2.6: List of members of Student sub-group (leavers in grey) 

 

Table 2.7: Agenda items for Student sub-group 

Month  Topic(s) of Discussion 
April 2021 Admission 

May 2021 Progression and Continuation  

June 2021 Awarding Gap 

August 
2021 

Awarding Gap 

Sept 2021 PG Pipeline and Employment 

October 
2021 

Awarding gap data ï MAH and Business School. Wrap-up meeting. 

Student Sub-group 

Name Position Ethnicity 
Chris McDermott Lead Chaplain Not known 

Karen Tucker Student Experience Officer, MAH White 

Tanya Kant Lecturer, Media and Cultural Studies, MAH White 

Eileen Laffan Student Engagement Officer White 

Michael Rowland Student Experience Coordinator, MAH White 

Marguerite Johnson Student Adviser, Student Advice & Guidance BAME 

Cath Senker Lecturer, Academic Skills & Student Experience, 
LPS 

White 

Annie OôConnor SU Officer White 

Bal Sokhi-Bulley Senior Lecturer, Law and Critical Theory, LPS BAME 

Connor Moylett USSU Officer White 

Roseanne Steffon USSU Officer Not known 

Alexandra Fulton Associate Director of Communications White 

Antony Coombs Learning Technologies Manager White 

Caitlin Ung Chair, USSU BAME 

Ijlal Khalid Chair, International Students Officer, USSU BAME 

Ilyas Nagdee Secretary, EDI Unit BAME 

Anthony McCoubrey Secretary, EDI Unit White 
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2b The self-assessment process 

This section should include:   

¶ how the team met and communicated 
 
¶ how often they met and communicated. For face-to-face meetings please provide the 

dates of the meetings, attendees and a brief description of the outcomes of the meeting  

Note: the SAT is expected to meet in full at least three times  

¶ how the team fits in with other existing committees and structures 

The REC SAT has met regularly since its inception, in person and then online during 
the pandemic, with sub-groups meeting monthly during 2021.  The sub-groups report 
to the REC SAT which allows multiple feedback sources and reporting avenues to 
relevant University oversight and decision-making committees.  

The meeting times and discussion outlines are listed below. 

REC SAT members sit on various University committees including: Senate, ULT, 
PCIC and UEG, with sub-group members belonging to SMTs in schools, UEC, PS 
Division Leads and more. The formal reporting route for the REC SAT is outlined 
below. 

 

EDI governance arrangements are being reviewed by an external organisation; the 
above reporting structures may change in response to their recommendations. 

  

REC SAT ISPB PCIC UEG
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Table 2.8: List of meetings of the REC SAT and its sub-groups 

 

Date Meeting Attendees Outcomes 

November 
2019 

REC SAT 
Meeting 1 

15/15 Established Timeline for application 

January 
2020 

Training Day 1 12/14 Increased literacy on racial equality 

February 
2020 

Training Day 2 14/14 Established Mission Statement, Terms of 
Reference and Ways of working 

June 2020 REC SAT 
Meeting 2 

16/16 BLM Statement, confirm sub-groups and 
chairs, Impact of COVID-19 on REC 
Timeline and ensure business recovery 
plans are including the risk of COVID to 
BAME Staff and Students 

September 
2020 

REC SAT 
Meeting 3 

14/16 Survey questions discussed with a sub-
group established to finalise and open the 
survey 

October 
2020 

Survey sub-
group 

5/5 Finalise survey prior to launch 

March 2021 REC SAT 
Meeting 4 

16/17 Finalise Sub-group agenda going ahead, 
Ethnicity Pay Gap data looked at and 
actions considered and discussions on 
COVID Impact 

April 2021 Culture sub-
group 

13/15 Discussion on features needed in Report & 
Support and additions to REC Action Plan 

Staff sub-group 9/12 Presented with Recruitment Data & Survey 
results. Developed Actions for the REC 
Action Plan. 

Student sub-
group 

9/15 Presented with Admission Data and 
developed Actions. 

May 2021 Culture sub-
group 

9/14 Presented with grievances/disciplinary 
data and developed Action for REC Action 
Plan. 

Staff sub-group 10/12 Continued discussion of changes to be 
brought to Recruitment process and 
making Sussex attractive for BAME 
Applicants 

Student sub-
group 

13/15 Presented with Continuation and 
Progression data and Actions developed 
for REC Action Plan 

June 2021 REC SAT 
Meeting 5 

11/17 Sub-groups reported back and Actions 
formally adopted into Action Plan. 
Discussion on BLM: One year on 

Culture sub-
group 

7/15 Discussion on the Impact of COVID-19 on 
BAME Staff and Students and developed 
Actions. 

Staff sub-group 6/12 Presented with Retention data and 
developed Actions 

Student sub-
group 

12/15 Presented with data on awarding gaps and 
developed Actions 

July 2021 Culture sub-
group 

6/15 Discussion on BLM and developed 
Actions. 
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Staff sub-group 6/12 Presented with Academic Promotion and 
PS Discretionary Pay Review (DPR) Data 
and Actions developed 

September 
2021 

Staff sub-group  Progression and Pay Data 

Student sub-
group 

 Postgrad Pipeline and Employment Data 

September 
2021 

REC SAT 
Meeting 6 

11/15 Sub-groups reported back and Actions 
formally adopted into REC Action Plan. 

October 
2021 

Student sub-
group 

 Awarding gap data 

November 
2021 

REC SAT 
Meeting 7 

9/16 Discussion around deferring submission to 
July 2022 and presentation session from 
Dr Arun Verma from Advance HE. 

February 
2022 

REC SAT 
Meeting 8 

9/16 (strike 
day) 

Use of BAME terminology, anti-racism 
training for ULT 

May 2022 REC SAT  
Meeting 9 

15/19 Application update ï discussion of deferral, 
Union Black training pilot 

December 
2022 

REC SAT focus 
group 

8/13 Extraordinary session to hold externally 
facilitated focus group exploring reflections 
and experiences around racism at Sussex 

January 
2023 

REC SAT 
Meeting 10 

14/18 Focus groups, developmental review, draft 
sections of application, HESA data, ULT 
anti-racism training, Black@Sussex project 

June 
2023 

REC 
SAT 
Meeting 
11 

9/17 Review of Action Plan, submission 
timetable and governance and sign 
off process for REC application. 

 

2c Involvement, consultation and communication 

This section should include:  

¶ how the staff and student survey was conducted, disseminated and analysed and how 
many staff and students responded (with specific reference to their ethnicity and 
nationality) 

¶ how minority ethnic staff and students were further involved and consulted in the self-
assessment and development of actions 

¶ how relevant staff and student networks were involved (this may include a statement from 
any relevant networks) 

¶ how you involved external interest groups, for example local race equality groups 

¶ communications to all staff and students, including any faculty-level communications with 
staff 

The REC surveys were promoted in campus-wide communications by the REC SAT 
Chair COO, PVC Education & Students and other senior leaders and links appeared 
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on the staff and student webpages between 9 November 2020 and 22 December 
2020. 

Figure 2.1: Screengrabs of example survey communications 

 

Table 2.9: REC survey respondent demographics (777 respondents total) 

N.B: Cell values that represent small groups of people (five or below) have been blurred, and 
have been presented as: <5. 

 

Ethnicity Students Staff 

BAME Total 146 55 

White Total 183 300 

Prefer Not to Say 16 32 

No response 15 30 

Total 360 417 
   

Detailed breakdown Students Staff 

Arab 8 <5 

Asian or Asian British - Bangladeshi <5 <5 

Asian or Asian British - Indian 13 8 

Asian or Asian British - Pakistani <5 <5 

Chinese 16 7 

Any other Asian background (please 
specify) 16 

<5 

Black or Black British - African 22 <5 

Black or Black British - Caribbean 11 <5 

Other Black background (please specify) <5 <5 
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Other White background (please specify) 23 25 

Mixed - White and Asian 9 8 

Mixed - White and Black African 8 <5 

Mixed - White and Black Caribbean 10 <5 

Other Mixed background (please specify) 22 13 

White 160 275 

Irish Traveller  0 0 

Gypsy or Traveller  0 0 

Prefer not to say 16 32 

No response 15 30 

Total 360 417 

Table 2.10: Nationality data of REC survey respondents 

 
Response rates were disappointing, with around 13% of the staff population and 
around 2% of the student body ï the global pandemic impacted engagement. In 
future we will engage with staff and student networks when developing surveys to 
improve participation (1.1a) and review our communications strategy for the whole 
community (1.1b). 

Survey data has been used by the REC SAT and its sub-groups to identify 
disparities and co-create actions. 

Sub-groups were the main consultation route following the surveys to ensure 
continued involvement in the self-assessment process and action plan 
development. The BAME staff network was not active until its relaunch in 2022 
when the interim chair joined the SAT. The REC SAT has communicated with the 
University community through periodic updates via various campus-wide 
communications, staff and student webpages and on the Universityôs external 
website. 

 
 

External interest groups, such as local community groups, were not involved at this 
stage which we recognise as a missed opportunity. Connections to local groups and 
organisations have been instigated, including with the Councilôs race equality officer 

Survey UK EU Non-EU Prefer not to say No response Total 

Staff 292 44 37 24 20 417 

Student 235 37 59 15 14 360 
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and attendance at the local anti-racism Community Advisory Group. We will further 
develop these relationships (1.2b). We will also audit relevant local organisations 
and contact them to establish links and build engagement (1.2a).   

Given the length of time since the REC surveys and the agreed submission delay 
racially minoritised staff and students were invited to focus groups in November 
2022.  

After consultation with the REC SAT SU Officers, student focus groups were split 
into UK and International groups ï recognising the differential lived experiences. 

The focus groups were conducted by external facilitators with REC experience 
ï to encourage safety and congruence. Focus group recordings were 
transcribed by an external service. 

The focus groups were publicised through several different channels; 

¶ email communications  
¶ school distribution lists,  

¶ student societies;  

¶ staff and student websites; via the  
¶ SU officers and BAME staff network;  

¶ School Canvas Race Equity site announcements  
¶ EDI Champions network 

¶ leaflets with QR codes for easy booking.  
¶ Incentives were offered to student participants. 

Figure 2.2: Poster for focus group sign up 

 
For the UK student group, three students booked onto sessions and two attended. 

For the International student group, four students booked but none attended. 
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For the staff sessions, two people booked and two attended.  

Low attendance levels are perhaps indicative of low engagement across the University 

community for varied reasons, including the burden (and possible trauma) for people 

from racially minoritised communities engaging with these events. The University did 

not run focus groups for White staff to consider their understanding of racism. This will 

be addressed in future engagement plans (1.1c).  

Low trust in the institution to address staff feedback is also apparent in the most recent 

University Pulse Survey (October 2022); 39% of staff believed that action would be 

taken in response to the survey results. 

Figure 2.3: Staff Pulse Survey response from October 2022 

 

 

An online REC SAT focus group was held on 19 December 2022; 6/17 members 

attended.  

The possibility of running further focus groups with the Race Equity Advocates (past 
and present) was discussed. It was agreed that an alternative incentive would assist 
going forward, to encourage engagement (1.1c).  

Summary of Actions: 2c: 
1.1 a Engage with staff and student networks when developing future surveys 
to improve survey participation.  
 
1.1 b Review communications strategy for the whole community for future 
surveys. 
 
1.1 c Include focus groups in future engagement plans ï with BAME groups 
and with White groups. 
 
1.2 a Undertake audit of relevant local organisations and contact them to 
establish links and build engagement.  
 
1.2 b Further develop relationship with local anti-racism Community Advisory 
Group and local council race equality work. 
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2d Future of the self-assessment team 

Please outline whether the team and/or specific team members will continue to be involved: 

 
¶ who will have overall responsibility for the action plan 

¶ how the action plan will be monitored within other existing committees and structures, for 
example, the senior management team 

¶ who will be responsible for the next application in four years; for example, will a different 
SAT be convened, how will the current team provide handover to that team 

The REC SAT meets regularly for action implementation and progress monitoring 
purposes.  The Chair (PVC CEI) takes overall responsibility for the SAT and sits on 
key committees including UEG. The COO has committed to six-monthly progress 
reviews against commitments made by the PSLT. 

Some Schools/departments have internal Race Equality Directors/Champions (some 
with workload allocation) and local Race Equity Action Plans. We encourage schools 
to follow this model. Schools/departments will be invited to report to the SAT on race 
equity progress to feed into the overall institutional action plan. 

An EDI Unit member is secretary to the REC SAT, responsible for monitoring action 
plan progress, and exploring overlaps with the broader EDI work to ensure 
intersectionality is considered.  A REC SAT membership review will be undertaken to 
identify gaps in representation and ensure successful Action Plan implementation 
(1.3a).  

The REC SAT will also consider amending the ToR to include an annual membership 
review and consider budget and resource needs for the SAT going forward (1.3c). 

Summary of Actions: 2d 
 
1.3a REC SAT to review membership, identify gaps in representation from all 
key parts of the University, all grades, and those with lived experience, 
including consideration of representation from every School/department, invite 
other members of the University community as appropriate to ensure 
successful implementation of the Action Plan. 
 
1.3c Consider budget and resource needs for the SAT and develop plan to 
meet these. 
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3. Institution and local context 

3a Overview of your institution 

Please include: 
¶ size 

¶ structure 

¶ specialisms 

¶ any other historical and/or background information that you think is relevant to your 
application   

We are a leading research-intensive university near Brighton, with both an 
international and local outlook, staff and students from more than 100 countries 
and frequent engagement in community activities and services. We were the first 
new wave UK university founded in the 1960s, receiving Royal Charter in 1961. 
The University is a major employer citywide. 

In 2021-22 the University had 18,167 students (full-time equivalent); around a 
fifth were postgraduates. Of our student population 76.2% are UK students and 
23.8% are overseas students. 

Table 3.1: 2021/22 ethnicity of students by level of study 

 

Creative thinking, diversity in teaching, intellectual challenge and interdisciplinarity are 
fundamental to a Sussex education. Our goal is to deliver teaching and learning 
programmes informed by current research, attractive to students from all 
socioeconomic and cultural backgrounds and which deliver skills for life. Sussex has a 
reputation for innovation and inspiration and attracts leading thinkers and researchers. 

In 2020/21 the University employed 3,490 staff which is equivalent to 2,555 full time 
employees, including 1,755 staff in a Teaching or Teaching and Research role 
(equivalent to 1,070 full time employees), with others employed in Research or PS 
positions. 
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Table 3.2: 2021/22 ethnicity of staff by function 

 

Sussex staff have included five Nobel Prize winners, 12 British Academy Fellows and 
a Crafoord Prize winner. 

A Doctoral School, research groups and 10 schools form our academic heart. BSMS is 
an equal partnership between us, the University of Brighton and SE region NHS 
organisations. (Students are awarded joint BM BS degrees). 

 Chart 3.1: Schools at the University of Sussex 
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Our 10 PS Divisions provide services for students, alumni, staff, clients, 
partners, friends, supporters and the community. Each Division comprises a 
range of specialist staff working with Schools and departments to help deliver 
our strategy in teaching, research and enterprise. We have four PS Heads 
overseeing school PS staff. 

Chart 3.2: Directorates at the University of Sussex 

 

 

 

 

Inclusion is an institutional core value: ówe will value and celebrate the diversity of our 
campus community and partners, and what they bring to our activitiesô.  Our 
strategyôs (2025) fourth pillar; Build on Strengths, recommits to reducing inequality 
and transforming the University so that our campus community is an inclusive 
environment where people can achieve their ambitions and potential. 
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Figure 3.1: Inclusive Sussex Symbol 

 

 

 

 

 

Our Inclusive Sussex Strategy (2018), which was signed off by council, further 
underpins our EDI aims and publicly commits to achieve a Race Equality Charter 
Award by 2025.  

 

Figure 3.2: Screenshot of Inclusive Sussex Measure of Success 

 
 

Other strategies and enabling programmes   help us meet our goals and ensure that 
equality, diversity and inclusion is embedded throughout the University, including the 
People Strategy and APP programmes. In 2021 we made a pledge to be anti-racist. 
We developed actions to challenge ideas, systems and structures that perpetuate 
inequity for racially minoritised staff and students.  
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Each school has an EDI Committee with EDI Champions/Directors who are EDI 
Champions Group members.  

We retained our institutional Athena Swan Bronze Award in 2020 with particular care 
given to investigating disparities with a focus on intersectionality, looking at ethnicity 
and gender.  

Flagship and well attended events have marked dates such as Black History Month 
with speakers focusing on racism, education and Black Lives Matter.   

Figure 3.3: Screengrab of Black History Month event 

 

Two events were co-facilitated by women students of colour; ñBlack Lives Matter: 
Where do we go from here?ò and an event organised to mark International Womenôs 
Day which was a talk and Q&A with Angela Saini. 

Figure 3.4:  Screengrab of International Womenôs Day event 
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The University has a vibrant history of activism particularly on anti-apartheid. The SU 
main hall is named Mandela Hall, following the wave of anti-apartheid solidarity 
actions that swept UK Universities.  

Figure 3.5 Screen grab of Mandela Scholarship landing page 

 

 

¶ The Mandela Scholarship supports scholars progressing to postgraduate 
study from several African countries. 

¶ Over 70 scholars have benefitted from this since 1973.  

Alumni involved in this struggle include Albie Sachs: 

Figure 3.6 Screen grab of news article about Albie Sachs 
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Chart 3.3: Extract from REC Staff and Student survey 

  

Ethnic/racial diversity at the University influences the choices that racially minoritised 
applicants and students make when considering employment and study. This data could 
be used to help in student and staff recruitment, and will be explored with HR and student 
recruitment to make best use of this awareness (1.3b). We will also incorporate this 
knowledge into communication work planned as part of action 2.1 to increase self-
reporting.  

 Diversity also affects their experience here: 

 

The REC SAT identified complacency; although there is a problem with race equity, 
some people believe Sussex is ignorant of this problem. This, together with students 
feeling like they donôt belong, led to the introduction of a new initiative in 2022. 

In February 2022, to mark the Universityôs 60th anniversary, we celebrated Sussex 
alumnus Len Garrison (activist, historian and educationalist).  

In March 2022 there was an óin conversationô event with Black Sussex alumnus 
Bernard Coard about his seminal text How the West Indian Child is Made 
Educationally Subnormal in the British School System.  

In September 2022 óBlack at Sussexô was launched. 
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Figure 3.7 Screen grab of Black at Sussex inaugural event 

 

 

This includes a critical discussion programme about the experience of being a Black 
student at Sussex. As the programme develops, we will identify the learning and 
communicate this to the community (1.2c). 

In November 2022 we held our first Religion and Belief Forum, which provided 
insight into this protected groups experiences and offered proactive support. More 
work with local anti-racist groups will allow us to develop further initiatives to address 
this (1.2b). 

Summary of Actions: 3a 

1.2 c As the Black at Sussex programme develops and embeds, identify impact 
and learning and communicate to the community. 

1.3b Work with HR and student recruitment to consider how to make best use 
of this awareness.  
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3b Overview of the local population and context  

With reference to: 

 
¶ population demographics  

¶ known racial tensions either specifically within local communities or linked to the 
institutionôs staff and students  

¶ how the institution engages with specific minority ethnic communities and how those 
communities engage with the institution 

¶ where the institution recruits its professional and support staff, students and 
academics 

¶ any other information your institution feels to be relevant 

Brighton is less ethnically diverse than England overall, with roughly half the national 
average population of both Black and Asian ethnic groups. However, its mixed ethnic 
groups are higher than the rest of England and Wales. The wards where both 
Universities in the city are based have high populations of people born overseas with 
21% of the cityôs student population born outside the UK. 

  

In our REC survey 48% of BAME students reported having witnessed or been the 
victim of racial discrimination in the local area and 36% of BAME staff and 41% of 
BAME students said that they had witnessed or been the victim of racial discrimination 
on campus. Actions are planned (1.5a) to address the reporting and reduction of 
incidents. This includes work with staff and student networks, and external 
organisations to improve our approach and develop our understanding of how the 
diversity of the student population changes at a micro level. 

High rates of BAME students (69%) and staff (62%) were aware of ethnic/racial 
tensions within the local community. High rates of BAME students (78%) and staff 
(76%) also stated that the ethnic/racial diversity of the local population impacts their 
day-to-day life. 
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Table 3.3: 2019 ONS population data for Brighton & Hove 
 

 

Local population demographics are relevant for PS staff recruitment (where our staff 
demographic is less diverse than the Brighton population), and impacts the experience of 
racially minoritised staff and students. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Brighton and Hove  
- all ages 

Brighton and Hove  
- all adults 

England and Wales  
- all ages 

England and Wales  
- all adults 

Ethnicity Total % Total % Total % Total % 

White 255,365 88% 213,640 89% 50,202,185 84% 40,343,291 86% 

Black 4,476 2% 3,820 2% 2,154,686 4% 1,561,070 3% 

Asian 12,462 4% 10,669 4% 4,789,954 8% 3,517,967 8% 

Mixed 14,243 5% 8,901 4% 1,642,419 3% 885,804 2% 

Other 4,339 1% 3,588 1% 650,597 1% 478,200 1% 

Total 290,885 100% 240,618 100% 59,439,840 100% 46,786,333 100% 
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 Table 3.4: Brighton & Hove residents by ethnicity 2011 census data 
 

 
 

 
 

Table 3.5: Brighton & Hove residents by ethnicity 2021 census data 
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Chart 3.4: Chart showing Country of Birth of Brighton and Hove residents  
 
 

 
 

 

The University has engaged in local initiatives (jobs/careers fair, etc); future planned 
actions will be informed by stronger linkages to local groups (1.2, section 2c). 

 Figure 3.8: Screengrabs of fliers from the 2019 job and careers fair 

 

80.40%

19.60%

Born in the UK Born outside of the UK
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Reports of racial hate crime in Sussex have jumped by more than 50% over the four years 
before the pandemic. 

Table 3.6: Recorded racial hate crime 2108-2021, where the Local Authority has been 
recorded as Brighton & Hove 

 

 

Figure 3.9: Sussex PCC Graph showing all hate crimes in Brighton & Hove between 2018-
2022 

 

 

Summary of Actions: 3b 

1.5a Work with external local organisations and staff and student 
networks to identify potential improvements to the Universityôs current 
approach for reporting, responding to and reducing incidents in the local 
area. Develop our understanding of how the diversity of the student population 
changes at a micro level. 

See section 4c for more actions relating to Report and Support 
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4. Staff profile 

 
Where possible for sections 4a and 4b below, please provide the data for each academic 
faculty/central department. Please also provide a brief overview statement on section 4 as a 
whole from the head of each faculty/central department, setting out their reaction to the data 
and priorities for action.   

Reflections from school/department leaders provided in Section 1. 

4a Academic staff 

 
Please provide three yearsô quantitative data, accompanied by analysis, relevant qualitative 
data/research, commentary and resultant action points to describe any issues and trends in 
the ethnic profile of your UK and, separately, non-UK academic staff. Provide this 
information for: 

¶ the institution as a whole 

 

In our 2022/23 Equality Duty report, 23% of academic staff identified as BAME, 67% White 
and 9% not known/refused. 

Table 4.1: Ethnicity of academic staff 

 

BAME academics have risen 3% across the board in the last five years, and is higher than 
the national average of (21% vs national 19%).  

Notable points: 
¶ slight increases for Asian and other minoritised ethnic groups over time 

¶ rates of Black academics predominantly staying constant over time (very little 
movement) 
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¶ the non-UK BAME population is larger than UK BAME (13% compared to 7%) 

¶ the largest proportion of BAME academics are non-UK Asian (composition: 
2% Indian, 2% Chinese and 2% Asian other)    

¶ just 1% of our non-UK and UK populations are Black, mirroring the national 
sector average, but below population levels locally and nationally (2% in 
Brighton & Hove).  

¶ distribution across schools is uneven (ranging from 8% to 33%) 
 
The REC survey highlighted concerns of homogeneity which may result in a 
reciprocal cause and effect cycle; if BAME staff feel like they ódonôt belongô this could 
affect attrition and promotion rates, and act as a barrier to attracting diverse 
applicants in recruitment. 

 

  

¶ Table 4.2 Benchmark: All academic staff ï Sussex to national 

 
 
The representation of BAME staff is a significant driver of the actions identified ï including 
in recruitment and progression for all staff groups. Our aim is to meet national averages in 
all schools by undertaking an equality analysis on recruitment (2.a) and taking the following 
actions: 
 

¶ review academic recruitment processes to understand recruitment data and 
trend (2.9a) 



                                                                                            

50 
Race Equality Charter application v1 Mar 20 

¶ consult with BAME staff network on effective ways to attract diverse applicants 
(2.9j) 

¶ procure an e-recruitment system (2.9k),  

¶ establish a lawful positive action approach in recruitment which meets the 
needs of the university (2.9g) 

 
óNot known/refusedô rates are high which may indicate a lack of trust, poor engagement or 
basic system errors. The following actions will improve data collection:  
 

¶ Undertake analysis to understand disaggregated numbers of ónot knownô/ 
órefusedô. Identify remedial actions (2.1a) 

¶ Communicate regularly why data is important. Clarify who sees it, how we 
protect and use it (2.1b) 

¶ Set expectation to complete demographic data on MyView 

¶ (2.1B) 

¶ Support managers to encourage disclosure through management touchpoints 
(2.1c) 

¶ Procure a digital HR solution which automates processes to improve data 
capture, interrogation and reporting (2.2a)  
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¶ each academic faculty  

 Tables 4.3: Academic staff by School (and Division where academics are present), 2017 - 
2022 
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There are low numbers of UK BAME staff in Psychology (below the institutional and 

national average), MAH (12%), ESW (13%) and MPS (15%): (lower than other 

Schools but above the average).  

The Business School (33%) and EngInf (29%) have higher BAME representation 

overall but both have just 6% and 5% UK BAME staff respectively. Non-UK BAME 

numbers are higher than UK BAME, except for BSMS and ESW where the reverse is 

true. 
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contract type (permanent/open-ended or fixed-term) 

Table 4.4: Academic staff by contract type 

 

 

Analysis of contract type shows: 

¶ rates for BAME academics on fixed-term contracts (23%) exceeds BAME 
academics overall (21%) and the proportion of permanent BAME staff (19%)  

¶ UK Black academics make up 1% of all permanent staff 

¶ Higher rates of part-time staff on fixed-term contracts (51%) than full-time staff 
(24%). 

Rates of fixed-term contracts (40%) are above the sector average (33%) 
though this is reducing and being addressed through a project to meet sector 
norms and strengthen the guidance for recruiting and appointing interim roles 
(2.10a). We will also ensure capability to monitor interim or acting roles is part 
of the future e-recruitment system requirements (2.10b). 
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¶ full time/part-time contracts   

Table 4.5: Academic staff by full/part time 

 

 

Full and part-time BAME staff have increased over time, though the number of 
part-time workers not disclosing ethnicity is high (14% vs 8% for full-time). A new 
Remote Working Framework (2021) and commitment to be flexible by default in 
recruitment has expanded the Universityôs talent pool.
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Table 4.6: Academic staff by grade 
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Table 4.7: Academic staff by grade ï ethnicity breakdown within grade 

 

BAME staff are unevenly represented across grades, most notably 

¶ in grade 9-10 positions (17%)  

¶ non-UK BAME (18% in grades 7 and 8 and 10% in grades 9 and10).  

Where grade is unknown this may skew the data; therefore, we will explore why the 
grade is unknown and take remedial action (2.9k). 

The University will increase representation through targeted recruitment 
(2.9f&g) and through promotion routes (2.15a-e). Increased diversity will 
help facilitate a culture where BAME staff feel an increased sense of 
belonging.  
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staff turnover rates 

Table 4.8: All academic staff turnover 

 

Chart 4.1: Academic staff turnover rate by ethnicity 
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Despite the perception, turnover rates show no material difference between BAME 
and White staff. However, non-UK staff turnover rate (22% BAME, 21% White) is 
higher than the UK turnover rate (9% BAME, 10% White). This is likely due to an 
increasingly hostile immigration landscape. 
 
To understand turnover rates further, we will improve communication about exit 
surveys/interviews (2.3d). This will include adding content outlining the value of exit 
surveys in line management resources to support a consistent message to leavers 
(2.3e). We will establish current completion levels for exit surveys and set a specific 
target for increased completion (2.3b). Once completion increases, we will start to 
analyse exit survey data, gaining insight into why people leave the University (2.3a). 

 

Table 4.9: Permanent academic staff turnover 
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Chart 4.2: Permanent academic staff turnover rate by ethnicity 

 

Permanent staff turnover rates for White staff have dropped for 2021/22, while there 
has been an increase in turnover rates for BAME staff. 

Table 4.10: Fixed-term academic staff turnover 
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Chart 4.3: Fixed-term academic staff turnover by ethnicity 

 

   
Fixed-term turnover rates follow the same spikes in turnover rates as chart 4.1, except 
they are more pronounced and relate to a large number of contracts ending in those 
years.  
 
 
Summary of Actions: 4a (these actions relate to 4b PS staff) 
 
2.1a: Undertake further analysis to understand disaggregated numbers of 
ónot knownô and órefusedô and identify any particular approaches to 
address barriers to disclosure. 
 
2.1b: Communicate regularly why disclosure is important, what is done 
with the data and how to raise concerns. Develop communications 
strategy: set out expectation to complete equality monitoring data on 
MyView 
 
2.1c:  Support managers to encourage disclosure through management 
touchpoints (achievement and development reviews and probation 
checklists, 121s, team meetings). 
 
2.2a: Procure and implement a digital HR solution which automates processes 
to ensure consistency of experience for staff and enables improved data 
capture, interrogation and reporting.   
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2.3a: Conduct analysis of existing exit survey data to gain insight into why 
people leave the University. 
 
2.3b: Establish current completion levels for exit surveys and set a specific 
target for increased completion. 
 
2.3c: Identify and implement any strategic actions which may be merited as a 
result of the analysis. 
 
2.3d: Improve communication with leavers around completion of exit 
surveys/interviews.   
  
2.3e: Include content regarding the value of exit surveys/interviews in line 
management resources to support in providing consistent messaging to 
leavers. 
 
2.9a: Review academic recruitment processes to understand current application 
and recruitment data and trends (in tandem with People Strategy actions to 
deliver the aims of creating an equitable pay framework, promotion criteria and 
job evaluation benchmarks). 
 
2.9b: Develop outreach plan to increase BAME PS staff numbers ï building on 
links to the community (see action 1.2), offering onsite job fairs, career events ï 
including in schools and highlighting roles where remote and hybrid working 
models could widen the recruitment pool.   
 
2.9g: Establish an approach for use of Positive Action in recruitment 
processes, tailored to occupational considerations and different staff 
groups, (especially Black academics and PS roles) which meets the 
needs of the university and the legal framework 
 
2.9j: Consult with BAME staff network regarding effective ways of reaching and 
attracting diverse applicants, and to help understand progression through 
recruitment stages to identify barriers for particular group 
 
2.9k: Procure and implement an e-Recruitment system Explore reasons why 
grade is unknown and remedy Further analysis of recruitment data to 
understand any trends by grade, seniority, or job type. 
 
2.10a:  Create guidance and processes for recruiting and appointing interim 
roles/acting up. Ensure communications of guidance and monitoring is in place 
for consistent application.   
 
2.10b: Ensure capability to monitor interim or acting roles is part of the 
future Recruitment system requirements. 
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4b Professional and support staff 
 

Please provide three yearsô quantitative data, accompanied by analysis, relevant qualitative 
data/research, commentary and resultant action points to describe any issues and trends in 
the ethnic profile of your UK and, separately, non-UK professional and support staff. 
Provide this information for: 

Please comment specifically on how the institution benchmarks the ethnic composition of its 
professional and support staff in the short and longer term, and what it is hoping to achieve. 

¶ the institution as a whole 

In our latest Equality Duty reporting, 9% of our PS staff identified as BAME, 83% 
White and 8% not known/refused. There are higher rates of BAME PS staff on fixed-
term contracts. 

The low representation, and uneven distribution across pay grades and contract types 
of BAME staff is a key challenge that we will address.  

Table 4.11: All Professional Services staff
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each central department (and where numbers permit, each academic faculty) 

Rates for BAME staff are low, so small changes cause large swings in data. There are 
six schools with around 10% BAME PS staff: 

¶ EFCS (10%)  

¶ GCGC (11%)  

¶ Global Studies (10%)  

¶ MAH (11%)  

¶ Psychology (14%)  

¶ Student Experience (11%) 

Most areas have held the same trend for the last five years. Previous efforts to attract 
greater diversity have included: 

¶ adopting the Anti-racist Pledge,  

¶ using social media to show a visible solidarity with marginalised groups,  

¶ developing a series of óIn Conversationô events exploring EDI topics.  

The University has developed further recruitment initiatives (2.9g-m/ 2.10a&b) that will 
increase positive movement (see 4a). 
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Tables 4.12: Professional Services staff by School/dept  
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¶ each professional and support staff grade (where numbers are small, cluster relevant 
grades together) 

Only 6% of all PS roles are grades 9-10 of which 2% are held by BAME staff and this 
has decreased over recent years, while UK White 9-10 have increased. There have 
been minimal increases in BAME representation in other grades. The largest 
proportion of BAME staff are in grade 6 or below (5% of the total PS population), 
halving at grade 7-8. 

This requires greater scrutiny; an analysis of exit survey/interview data will help the 
University understand the experiences of previous employees (2.3a) and implement 
strategic actions identified as a result of the analysis (2.3c). 
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Table 4.13: Professional Services staff by grade
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Table 4.14: Professional Services staff by grade ï ethnicity 
breakdown within grade 

 

¶ contract type (permanent/open-ended or fixed-term) 
 
The following is notable: 
 

¶ Higher proportion of BAME staff on fixed-term contracts (15%) compared to 
permanent (8%).  

¶ Permanent BAME staff are mostly UK Asian and Mixed.   

¶ Low numbers of non-UK permanent BAME PS staff. 
¶ Permanent PS staff population numbers remain broadly constant over the 

years. 

¶ Almost no fixed-term BAME non-UK staff. Those that are, are Asian. 

(See 4a for actions). 

 

 



                                                                                            

75 
Race Equality Charter application v1 Mar 20 

Table 4.15 Professional Services staff by contract type



                                                                                            

76 
Race Equality Charter application v1 Mar 20 

 

 

¶ full time/part-time contracts 

Unable to make statistically significant comments due to low numbers. 
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Table 4.16: Professional Services staff by full/part time 
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¶ staff turnover rates 

Table 4.17: Professional Services staff turnover
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Chart 4.4: Professional Services staff turnover by ethnicity

 

 

Non-UK BAME staff turnover rates were higher than UK counterparts until 2019/20. 
Turnover rates in 2021/22 have grouped together at 16%, except for non-UK BAME which 
is higher at 20%. 

Table 4.18: Permanent Professional Services staff turnover
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Chart 4.5: Permanent Professional Services staff turnover by ethnicity

 

There is considerable volatility in the turnover rates for all permanent BAME staff, though 
2021/22 turnover rates for all groups are very similar. For the most part, fixed-term 
contracts are small in number but turnover rates stay between 22% and 31%. 

Table 4.19: Fixed-term Professional staff turnover 
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Chart 4.6: Fixed-term Professional Services staff turnover by ethnicity 

 

See 4a for ACTIONS  
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4c Grievances and disciplinaries 

Please provide three yearsô data, and related analysis, commentary and actions, 
on: 

¶ the ethnic profile of individuals involved in grievance procedures 

¶ the ethnic profile of individuals involved in disciplinary procedures 

¶ whether the nature of any grievances and disciplinaries are race-related 

¶ These numbers are likely to be small, so collate all three years together 

Figure 4.1: Total grievances and disciplinaries by ethnicity & total race 
related 

 

Numbers of grievances and disciplinaries are low, therefore we have drawn on other 
data to inform actions. Of REC survey respondents 60% said they believed that, if 
they reported a race-related incident to the institution, appropriate action would be 
taken. Only 49% of BAME respondents agreed. 
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The following was also noted: 

óI would know how to report itô [race related incidents]. Higher rates of White 
respondents (60%) agreed compared to BAME respondents (51%) 

óIf I have reported a race-related incident to my institution, I have found the support 
offered through the process to be satisfactoryô Higher rates of White respondents 
(6%) agreed compared to BAME respondents (4%) 

The University introduced a revised Dignity and Respect policy (2019). 

Figure 4.2: Screenshot of Dignity and Respect webpages  

 

Seven trained academic and PS Dignity and Respect Champions were recruited 
in January 2020, released for up to 0.1 FTE to meet staff affected by bullying and 
harassment, review their options and support them to take informed action.  In the 
first 2.5 years there were 32 enquiries. 

In August 2021 a Report and Support (R&S) online tool was introduced. 
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Figure 4.3: Screenshot of Report and Support landing pages 

 

The incident type most frequently reported was bullying/harassment. Most 
reporters did not share their race/ethnicity so it is unknown what numbers were 
racially motivated. 

The data collected helps the University track poor behaviour categories, assess 
the impact, and plan macro level responses. Between August 2021 and October 
2022 there were 51 reports: 22 made with contact details and 29 made 
anonymously.  

Both the R&S tool and the Dignity and Respect Champions network provide 
valuable insight into staff experience and help identify areas for action. This is 
reported annually to Council (1.5d).   

We will take action to develop these initiatives: 

¶ 1.4a: Review current staff survey questions to ensure questions about trust in 
leadership are included.  

¶ 1.4b: Improve consistency in which leadership recognise and respond to 
potential cultural flashpoints, so that their commitment to fairness and 
kindness are visible.  

¶ 1.5b: Align recordkeeping to aid a more comparative analysis of themes.  
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¶ 1.5c: Monitor reporter demographics to identify rates for marginalised 
groups and identify barriers to reporting.  

¶ 1.5e: Build information for incoming staff/ students into existing 
communication methods such as inductions to increase awareness of 
reporting procedures for on campus incidents.  

¶ 1.5f: Create communication Strategy: ensure that all staff are aware of the 
R&S tool. Improve trust that action is taken on reported incidents by 
sharing anonymised scenarios, case examples, themes identified and 
proactive actions to address these.  

¶ 1.5g: Review Grievance and Disciplinary Policies and ensure processes 
are accessible. 

¶ 1.5h: Review R&S guidance and information sections to ensure relevancy 
and responsiveness to emerging trends. Undertake R&S tool evaluation to 
review its effectiveness and the support available particularly to those 
raising race-related incidents.  

¶ 1.5i: Communication Strategy: Consult with the community periodically 
collaborating on developing any new promotional material for R&S and to 
improve our approach for reporting and responding to incidents. 

¶ 1.5j: Increase training and CPD opportunities for R&S               
responders (including anti-racist training). 

¶ 1.5k: Monitor R&S responders demographics and D&R champions: 
address gaps when recruiting new volunteers (use matrix to support 
diverse composition of volunteers). 
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Chart 4.7: Ethnicity of staff using the R&S tool August 2021 ï Feb 2023 

 

A Pulse Survey (April 2022, response rate 39%) showed: 

¶ A six-point increase (from Oct 2021) in respondents (74%) reporting that 
they are treated with dignity and respect. Of respondents 12% reported 
experiencing bullying or harassment in the previous 12 months (11% were 
BAME staff, 10% White staff and 24% preferred not to say).  

¶ Of respondents 31% made a report and 41% said the behaviour had 
stopped.  

¶ Of respondents 43% were satisfied with how bullying and harassment is 
addressed in their School/Division (16% disagreed). 

Each School/Division developed an action plan to address their results.  
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Summary of Actions: 4c 

1.5a: Work with external local organisations to identify potential 
improvements to the Universityôs current approach for reporting, 
responding to and reducing incidents in the local area.  

1.5b: Align recordkeeping categories across different reporting routes to 
aid comparative analysis of themes. 

1.5c: Monitor demographic data to determine whether those with 
marginalised identities are represented in disclosure data and whether 
this suggests barriers to disclosure, reporting or accessing support. 

1.5d: Annual reporting to Council (of HR cases, R&S, Dignity and 
Respect Champions network data) to capture usage and drive forward 
activity and commitment.  

1.5e: Build in information for all incoming and current staff and 
students. Include in new staff induction sessions and wider 
communications. For students ï Freshers, induction, re-induction and 
wider communication.  

1.5f: Communcation Strategy: Undertake regular coordinated 
communications to improve awareness of the range of routes for 
reporting and addressing concerns, including process steps and 
different possible outcomes, and improve trust that action is taken on 
reported incidents by sharing anonymised scenarios, examples of 
cases, themes identified and proactive actions to address these.   

1.5g: Review and implement grievance and disciplinary policies, 
including ensuring information is presented in different and accessible 
ways e.g. create a flow chart. 

1.5h: Review Report and Support guidance and information sections to 
ensure relevancy and responsiveness to emerging trends. Undertake an 
evaluation of the report and support tool to evaluate its effectiveness 
and the support available particularly to those raising race-related 
incidents 

1.5i: Communication Strategy: Consult with the community on an 
ongoing basis, for example to seek collaboration and feedback on 
developing any new promotional material for Report and Support. 

1.5j: Ensure report and support responders and dignity and respect 
champions have undertaken relevant training such as Union Black anti-
racist training and CPD opportunities. 

1.5k: Collect and monitor diversity data of report and support 
responders and dignity and respect champions and seek to address any 
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gaps when new volunteers are recruited. Implement matrix to identify 
gaps and guide diversity efforts. 

1.4a Review current staff survey questions to ensure questions about 
trust in leadership are included. Monitor response rates and target 
actions. 

1.4b: Improve consistency in which leadership recognise and respond to 
potential cultural flashpoints, so that their commitment to fairness and 
kindness is visible.  

  

4d Decision-making boards and committees 

 

Please provide details of the ethnic profile, and related analysis, commentary and actions, 
of your decision-making boards and committees, including: 

¶ senior management team 

¶ board of governors/council 

¶ research and academic committees 

¶ key departmental decision-making bodies 

Equality Monitoring for all the Universityôs decision-making boards/ committees is not yet 
routine. There are approximately 130 committees.  

Some staff perceive high levels of homogeneity in governance which may contribute to 
feelings of mistrust and not belonging: 

 

We are committed to monitoring demographic data for all key governance committees 
and Council. We will use MyView to complete annual monitoring on internal 
governance committee (2.5a). School Heads will also routinely monitor school SMT 
data on MyView (2.6a). We will use these analytics to create annual reports on the 
ethnicity of SMT membership (2.6b) and we will develop and implement actions to 
address gaps identified (2.5b). 
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Although not all positions are recruited to (some are prescribed officeholders) we are 
committed to increase representation for decision-making bodies and will implement 
strategies to attract more diverse applicants, including the use of agencies such as 
Inclusive Boards, when vacancies appear (2.4e). We will also consider setting targets: 
for example, where executive recruitment agencies are used, consider requiring a 
20% minimum for shortlisted BAME applicants (2.4f). 

 

 

 

 

Chart 4.8: Key governance committees 
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Figure 4.4: Key committees by ethnicity as at August 2021 
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Figure 4.5: Council composition by ethnicity 2019-2022 

 
 

At January 2023, Council comprised:  

¶ 21 independents  

¶ Three elected from Senate  

¶ One elected from PS   

¶ Two elected academics.  

Schools have differing structures for their SMTs though all are weighted towards 

White members (see figure 4.6). This reflects the low ethnic diversity in staff 

populations, impacts the pipeline to senior academic/PS roles and to university 

leadership. 

 
The Nominations Committee recognises the need to enhance diversity, and we will 
address under-representation by: 
 

¶ monitoring equality data annually for senior management, governance, Senate 
and Council (2.4b) 

¶ identifying appropriate sector benchmarks and identifying targets (2.4a)  

¶ setting target for BAME representation to reflect average by 2028 (2.4c) 

¶ Implement recruitment strategies to attract more ethnically diverse applicants 
(2.4d)   
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Figure 4.6: SMT memberships by School as at November 2021 
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Summary of Actions: (4d) 

2.4a: Identify appropriate sector benchmark form comparison of BAME 
colleagues on Senate, Council and UEG.  

2.4b: Monitor equality data annually for senior management, governance, 
Senate and Council. 

2.4c: BAME representation to reflect average by 2028 

2.4d: Increase representation on Senate, Council and senior decision-making 
bodies by implementing recruitment strategies to attract more ethnically 
diverse applicants. Review and amend recruitment processes. 

2.4e: Nominations Committee to use agencies such as Inclusive Boards when 
vacancies appear (on Council).   

2.4f: Set targets: where used executive recruitment agencies are used, 
consider requiring a minimum of 20% of shortlist to be BAME applicants 
(moved). 

2.5a: Collect and monitor equality data for all key internal governance 
committees using MyView data/ annual reviews.  

2.5b) Develop and implement actions to address gaps identified. 

2.6a: Heads of School to routinely monitor School SMT data using MyView 
data. 

2.6b: Create annual reports on the ethnicity of SMT membership as an 
evidence base for understanding representation and further action required. 
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4e Equal pay  
 

Provide details of equal pay audits conducted over the past three years by ethnicity (by 
specific ethnic group as far as possible) and actions taken to address any issues identified. 
 

 
 

 

 

 

 

 

In 2016 an Equal Pay Review compared staff doing equal work, checking base and 
total pay.  

In 2022 another review was commissioned; however, the provider failed to meet the 
contractual expectations or provide a useable output. We will therefore commission 
another external review and develop actions to address any disparities (2.7a). 

Our annual internal Equal Pay Audits show discrepancies in the top grades. To 
address this, we will: 

¶ monitor existing People Strategy actions to develop an equitable pay 
framework, promotion criteria and job evaluation benchmarks (2.8d) 

¶ produce guidance on starting salaries (2.8b) 
¶ analyse pay gaps (2.8a)  
¶ examine intersectional issues with race/ethnicity and gender (2.8c) 

For tables below positive numbers favour White staff, negative favour BAME staff. 
Amber figures over 3% warrant investigation, red figures over 5% warranting action 
and will be investigated (2.7b). 
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Table 4.20: Equal pay of academic staff by ethnicity  

  

2020 Academic staff by ethnicity Total hourly pay Base hourly pay 

Grade BAME White % BAME Mean Median Mean Median 

6 5 25 13% -1.9% 0.0% 0.3% 2.9% 

7 85 300 22% 0.7% 2.9% 0.4% 2.9% 

8 60 240 20% 2.0% 2.9% 1.4% 2.9% 

9 70 260 21% 0.7% 0.0% 0.1% 0.0% 

10 25 220 9% 3.1% 7.5% 5.4% 8.8% 

 

2021 Academic staff by ethnicity Total hourly pay Base hourly pay 

Grade BAME White % BAME Mean Median Mean Median 

5 30 115 20% -0.1% 0.3% 0.0% 0.4% 

6 55 160 25% 1.3% 2.6% 2.4% 2.0% 

7 85 290 23% -1.1% -0.5% 0.4% 2.9% 

8 60 225 22% -0.6% 1.9% 1.8% 2.9% 

9 75 275 21% -1.4% -1.7% 0.2% 0.0% 

10 25 240 10% 4.8% 4.3% 1.7% 7.1% 

 

2022  Academic staff by ethnicity Total hourly pay Base hourly pay 

Grade BAME White % BAME Mean Median Mean Median 

5 25 80 24% 0.2% -0.2% 0.2% -0.2% 

6 50 160 24% 1.3% 0.3% 1.3% 0.2% 

7 105 295 26% -0.7% 0.0% 0.5% 2.9% 

8 70 225 24% 2.2% 2.9% 2.1% 2.9% 

9 65 260 21% 0.1% 0.0% -0.2% 0.0% 

10 25 215 10% -1.2% 2.6% -1.2% 6.1% 
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Table 4.21: Equal pay of Professional Services staff by ethnicity 

 

2020 Professional staff by ethnicity Total hourly pay Base hourly pay 

Grade BAME White % BAME Mean Median Mean Median 

1 0 5 14% 0.0% 0.0% 1.3% 0.0% 

2 0 20 10% 0.3% 0.1% -0.6% -2.9% 

3 5 105 4% 4.8% 4.6% 4.0% 5.3% 

4 25 240 10% 2.4% 2.4% 3.0% 2.8% 

5 10 180 6% -2.4% -5.2% -2.6% -6.0% 

6 15 125 10% 2.8% 5.1% 2.2% 4.3% 

7 20 235 8% 0.0% 2.9% 1.2% 5.7% 

8 10 120 7% 4.0% 5.0% 3.3% 5.7% 

9 5 35 8% 0.4% -1.7% -1.0% -3.0% 

10 0 10 8% -42.0% -47.2% -41.8% -47.2% 

 

2021 Professional staff by ethnicity Total hourly pay Base hourly pay 

Grade BAME White % BAME Mean Median Mean Median 

1 0 5 29% 11.0% 0.0% 1.1% -1.0% 

2 0 15 6% -2.6% -4.7% -5.0% -5.9% 

3 5 95 7% 3.6% 4.5% 3.3% 5.0% 

4 25 240 9% 1.2% 1.9% 2.2% 5.6% 

5 15 195 8% -0.1% 0.0% 0.5% 1.4% 

6 15 130 10% 0.7% 1.2% 0.7% 2.9% 

7 25 240 9% -1.6% -3.0% 1.9% 2.9% 

8 10 130 7% -2.6% -1.9% 2.0% 1.5% 

9 0 40 5% -3.9% -3.5% -3.9% -3.0% 

10 0 15 6% -32.6% -46.1% -33.4% -44.4% 

 

2022 Professional staff by ethnicity Total hourly pay Base hourly pay 

Grade BAME White % BAME Mean Median Mean Median 

1 0 5 33% -0.6% 0.0% -4.5% -5.5% 

2 0 10 9% 2.0% 2.8% -3.1% -3.9% 

3 5 95 7% 2.5% 3.7% 2.2% 2.6% 

4 25 235 10% 0.8% 0.0% 1.8% 2.9% 

5 15 185 8% 0.1% 1.1% 0.8% 2.9% 

6 15 140 9% 0.8% 1.8% 0.2% 0.0% 

7 25 230 9% 0.3% 0.6% 2.6% 4.3% 

8 15 130 9% -0.4% -1.5% 2.2% 0.0% 

9 0 35 3% 1.3% 1.1% -1.5% 0.0% 

10 0 20 0%         
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Table 4.22: Equal pay of clinical academic staff by ethnicity 

 

 
 
Ethnicity pay gap reporting began in 2020.The mean hourly ethnicity pay gap 
(comparing BAME to White staff) has favoured BAME staff over that time. However, 
when disaggregated, there is a pay gap that favours White staff in each staff group 
(shown separately below). The overall value is skewed because, in the whole staff 
population, there are more BAME staff in the academic category than in the PS 
staff category. The majority of academics are in the upper pay quartiles.   

For BAME academics, the top quartile has the lowest proportion (16%). PS 
continue to be White dominated, with BAME staff between 7% and 9% for each 
quartile. 

Mean ethnicity pay gap 2023: 

¶ Overall, -1.7%, 

¶ Academic staff 6.1%, 

¶ PS staff 7.3% 

Table 4.23: Ethnicity pay gap (all) 2020-2023 
              

Hourly Pay Gap Year on Year Comparison 

  2020 2021 2022 2023 

Percentage 
point 

change 
since 2022 

Percentage 
point 

change 
since 2020 

Median -3.0% -4.7% -4.7% -3.0% 1.7% 0.0% 
Mean -6.7% -2.6% -2.5% -1.7% 0.8% 5.0% 
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Table 4.24: Academic ethnicity pay gap 2020-2023 
 

Hourly Pay Gap Year on Year Comparison 

  2020 2021 2022 2023 
Percentage point 

change since 
2022 

Percentage point 
change since 2020 

Median 5.7% 4.5% 8.3% 7.1% -1.2% 1.4% 
Mean 5.0% 5.6% 6.3% 6.1% -0.1% 1.1% 

              

Table 4.25: Professional Services ethnicity pay gap 2020-2023 
 

Hourly Pay Gap Year on Year Comparison 

  2020 2021 2022 2023 
Percentage point 

change since 
2022 

Percentage point 
change since 2020 

Median 2.9% 0.0% -2.7% 0.0% 2.7% -2.9% 

Mean 2.5% 2.8% 6.2% 7.3% 1.1% 4.8% 

              
We committed to eliminate ethnicity pay gaps and improve workforce representation as 
part of the Anti-racist Pledge. Analysis is ongoing to get a better understanding of pay 
gaps for different staff groups including examining the intersectional issues with gender 
(2.8a&c).  

Actions to address pay gaps are focused on improving representation, especially at 
senior level, and addressing barriers to promotion and progression as well as 
implementing guidance on starting salaries (2.8b).  

Summary of Actions: 4e 

2.7a: Commission an external equal pay review  

2.7b: Analyse equal pay disparities above 3% and develop an action plan with the 
recognised trades unions to address any above 5%. 

2.8a: Continue analysis of the ethnicity pay gap data to get a better understanding 
of the pay gap.  

2.8b: Develop and implement guidance on starting salaries. 

2.8c: Analyse data to understand intersectional issues with gender.  

2.8d: Monitor the impact of existing People Strategy actions to develop an 
equitable pay framework, promotion criteria and job evaluation benchmarks. 
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5. Academic staff: recruitment, progression 
and development 

 
Where possible for section 5 please provide the data for each academic faculty. Please also 
provide a brief overview statement from the head of each faculty, setting out their reaction 
to the data and priorities for action.  

Reflections from School/department leads are included in section 1. 

5a Academic recruitment 
Please provide three yearsô quantitative data, accompanied by analysis, relevant qualitative 
data/research, commentary and resultant action points to describe any issues or trends in 
the ethnic profile (by specific ethnic group where possible) of UK, and separately, non-UK 
applicants: 

¶ applying for academic posts 

 
 

Non-UK BAME applicants have increased annually, while UK BAME applicants remain 
steady. BAME candidate interview rates have increased over the years, though this has not 
translated into an increased appointment rate.  More White candidates are interviewed and 
appointed. We will monitor the recruitment panel demographics, ensuring the same 
individuals are not burdened. (2.12a). We will develop actions to diversify panels, including 
encouraging junior academic/PS staff to join panels to diversify representation (2.12b). We 
will also monitor the mandatory training compliance for panel members through the new 
LMS we will implement (2.11a). 

We will audit recruitment literature and take actions to debias recruitment processes (2.9d). 
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Table 5.1: Academic recruitment - applications 

 

 

¶ being shortlisted/invited to interview for academic posts 

Table 5.2: Academic recruitment - interviews
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being offered academic posts 

Table 5.3: Academic recruitment - appointments

 

Chart 5.1: Academic recruitment by ethnicity 

 

Where possible, please provide the data for each academic faculty 
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Tables 5.4: Academic recruitment by School 
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Please provide information on the institutionôs recruitment processes.  

 
¶ How are minority ethnic individuals, where underrepresented, encouraged to apply and 

accept offers?  

¶ What is done to try to identify and address biases within the processes? 

The recruitment process involves: 

¶ Shortlisting against person specification 
¶ Structured panel interview 

¶ Reference checks  

¶ Diverse selection panel, where possible 

¶ Reasonable adjustments, where requested 

¶ Mandatory unconscious bias training for panel members    
¶ Chair trained in fair recruitment and selection 
¶ Positive action statements (where lawful) 
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To address the representation and distribution of BAME staff, we will: 

¶ 2.9a Undertake recruitment equality analysis 

¶ 2.9e Standardise name-blind applications 

¶ 2.9f Include diversity strapline in adverts 

¶ 2.9c: Review, revise and debias recruitment and promotion systems to make 
them anti-racist and anti-discriminatory.   

¶ 2.9l: Create guidance on completing application forms and provide 
contextual examples.  

¶ 2.9h&i: Individual Schools/ PS Divisions Heads to develop action plans 
to articulate target and timescale to increase representation and 
distribution across pay scales.    

¶ 2.9j: Consult with BAME staff network regarding reaching and diverse 
applicants, and to identify barriers for particular groups.  

¶ 2.9b: Develop outreach plan to increase BAME PS staff numbers ï 
building on links to the community (see action 1.2), offering onsite job 
fairs, career events ï including in schools and highlighting roles where 
remote and hybrid working models could widen the recruitment pool.   

¶ 2.9k: Procure and implement an e-recruitment system.   
 

Summary of Action:  5a (also relevant to 6a  ) 

2.9a: complete equality analysis on recruitment procedures 

2.9b: Develop outreach plan to increase BAME PS staff numbers ï building on 
links to the community (see action 1.2), offering onsite job fairs, career events ï 
including in schools and highlighting roles where remote and hybrid working 
models could widen the recruitment pool.  

2.9c: Review, revise and debias recruitment and promotion systems to make 
them anti-racist and anti-discriminatory. 

2.9d: Audit language used in recruitment forms and communications as part of 
the recruitment process. 

2.9e: Standardise 'name-blind' applications across the University in all roles.   

2.9f: Include straplines in adverts to demonstrate transparency regarding 
underrepresentation for different roles, departments and Schools and 
encouraging applications from underrepresented groups. 

2.9h: Individual schools to develop action plans to articulate target and timescale 
to increase representation and distribution across pay scales. 

29j: Heads of PS Divisions to develop action plans to identify specific areas for 
improvement to increase representation and distribution across pay scales. 

2.9j: Consult with BAME staff network regarding effective ways of reaching and 
attracting diverse applicants, and to help understand progression through 
recruitment stages to identify barriers for particular groups. 



                                                                                            

115 
Race Equality Charter application v1 Mar 20 

2.9k: Procure and implement an e-recruitment system.   

2.9l: Create guidance on completing application forms and provide contextual 
examples. 

2.11a: Implement LMS to ensure effective monitoring of mandatory training for 
recruiters. Identify actions to ensure compliance of existing training provision.  

2.12a: Monitor diversity of recruitment panels. Ensure the same individuals are 
not always burdened. 

2.12b: Through communications and line management encourage more junior 
academic/PS staff to take part in recruitment panels to be able to have more 
diverse representation on panels.  
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5b Training 
 

Please provide race-specific information on the training available to academic staff 
including: 

¶ courses related to management, leadership, and/or other opportunities linked to career 
progression  

¶ the uptake of courses by ethnicity 

¶ how training is evaluated  

Identifying individual learning priorities is integral to the Universityôs Achievement & 
Development Review (ADR) process (see section 5d). 

New staff are enrolled on three mandatory trainings: 

1. Unconscious bias (all staff grade 7 and above) 

2. Diversity in the workplace 

3. Recruitment and selection (within one month if involved in recruitment) 

 

There are systems challenges around monitoring mandatory training. Data does not 

capture the course uptake by ethnicity. Currently OD monitor compliance manually, 

supplemented by line managers in ADR discussions. 

 

The planned Learning Management System (LMS) will: 

¶ target groups for learning,  

¶ track completion,  

¶ automate reminders  

¶ support effective reporting (2.16).  

 

Tables below show attendance/completion rates. (Note: individual staff attending more 

than one course will be counted multiple times.) 

 

Table 5.5: Academic staff ï overall e-learning 2018-2022 
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Table 5.6: Academic staff - overall workshop attendance 2018-2022 

 

 REC survey results show: 

¶ of all staff 62% agreed that they were encouraged to take up career-
development training   

¶ of BAME staff 55% agreed with this statement, 7% lower 

¶ of staff 40% overall strongly agreed/agreed that work-related opportunities for 
development, such as temporary promotions or profile-raising opportunities, are 
allocated fairly and transparently 

¶ of BAME staff 36% agreed with this statement, 4% lower 

¶ of all academic staff 39% agreed that they had been encouraged to apply for 
promotion 

¶  of BAME staff 40% agreed with this statement, 1% higher 

The results indicate slightly negative views relating to encouragement and development 
opportunities, which was evident in other survey responses: 

   
 

 

We will build a culture of powerful, institution-wide anti-racist literacy. All ULT members 
completed anti-racism training in May 2022 (facilitated by Advance HE and the Open 
University). Evaluation following the training indicated raised awareness for participants and 
increased confidence around effective bystanders' interventions. UEG members completed 
the six-hour online Union Black training in 2022.The wider ULT group was also encouraged 
to undertake the training, however sign up and completion rates were very low (two of 22 
people signed up, but did not complete by the pilot end). 

This may be attributable to the complicated sign-up process, static windows for enrolment 
and the learning time structure. However, low sign-up supports the narrative that leadership 
are not committed to race-equality and lack awareness of their own privilege: 
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This narrative is harmful to race-equality work, impacting relationships and trust and 
creating barriers to inclusion. Therefore, actions relating to anti-racist training have 
been developed including working with Union Black to monitor uptake (2.14a), and 
ensure all roles and decision-makers complete anti-racist training (2.14c-d).  

Union Black training has been offered to all since October 2022. In the first three 
months 27 PS staff, three academics and 10 students enrolled. Hosting this on the 
University LMS is being explored. To support increased participation, 
communications will be created to include a step-by-step guide to accessing the 
course, which will also include a testimonial to generate increased interest (2.14e).  

Figure 5.1: Screenshot of communication about Union Black course 

 

The Inclusive Sussex strategy includes specific activities to review and enhance EDI 
training for all, including Council members, to help promote inclusion and equality.  

In December 2022, the EDI Unit audited current EDI e-learning looking at: 

¶ content 

¶ target staff group  
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¶ recommended course status    

The findings showed a broad and suitable provision, with some minor amendments 
recommended:  

¶ 2.14h: Recommend the óChallenging Behaviourô course is mandated for all 
staff  

¶ 2.14f Improve and update the EIA course 

¶ 2.14b Explore broader anti-racism training 

Work is commencing to identify suitable training resources (workshops and e-learning) to 
address gaps identified, including culture, religion, and belief competence (2.14g). The 
implementation of a learning management system will also support better training 
administration (2.16a). 

Summary of Actions:5b  

2.14a: work with union black provide to ensure regular monitoring of take up and 
completion rates  

2.14b: Develop alternative training to explore racism beyond the Black British 
experience. 

2.14c: Delivery of relevant anti-racism training provision for all relevant 
roles and functions is embedded and feedback monitored and 
addressed 

2.14d: Decision makers to complete six-hour Union Black training 

2.14e: Create comms to promote Union Black training organisationally, 
including a step-by-step guide to access the training and a testimonial 

 2.14f: Improve and update the EIA training   

2.14g: Identify suitable resources for raising and awareness session not 
currently catered for (Religion and Belief awareness, Ally and Bystander 
training, etc.) 

2.14h: Mandate the óChallenging Behaviourô course for all staff 

 

2.16a Implement Learning Management System (LMS) is planned which will 

enable identification of target groups for learning, tracking completion, 

chasing and follow up, with automatic reminders and effective reporting. 
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5c Appraisal/development review 

 

 

 

Please provide three yearsô quantitative data, accompanied by analysis, relevant qualitative 
data/research, commentary and resultant action points to describe any issues or trends in 
the outcomes of appraisals/development reviews for UK, and separately, non-UK academic 
staff, with specific reference to outcomes by ethnicity.  

The annual Achievement & Development Review (ADR) was audited and revised as 
follows: 

¶ aligned to institutional priorities 
¶ enhanced development planning  
¶ increased focus on wellbeing  
¶ embedded opportunities to explore freedom of speech/ Academic freedom 

where relevant.  

Forms and guidance are tailored depending on role, and workshops and learning 
resources are available for reviewees and reviewers. We will review the ADR processes to 
check their suitability for academic staff (2.18a). We will also explore training and consider 
mandated training for all reviewers (2.17a). 

School Heads complete automated forms to capture completion data, and high-level 
learning and development needs. We will also explore a new HR and LMS system to 
capture appraisal data to help review compliance and suitability of them (2.16a). 

As the system is manual, three yearsô data to include UK and non-UK staff by ethnicity is 
not available. Due to changes in structure the tables are also not comparable. 
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Table 5.7: Academic appraisals 2020-2022  
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Summary of actions: 5c (also relevant to 6c PS training) 

2.16b: Explore the functionality of a new HR system to capture appraisal data.    

2.17a: Consider whether appraisal training should be mandatory.  

2.18a: Review of ADR process introduced in 2023 should consider the suitability for 
academic staff. 

 

5d Academic promotion  

 
Please provide three yearsô quantitative data, accompanied by analysis, relevant qualitative 
data/research, commentary and resultant action points to describe any issues or trends in 
the ethnic profile (by specific ethnic group where possible) of UK, and separately, non-UK 
academic staff promotions.  

Please provide collated data by each academic grade (i.e. promotions from each grade to 
the next) 

Where possible, please provide the data for each academic faculty. 

This section should also include, with specific reference to ethnicity:  

¶ how candidates are identified, and how the process and criteria are communicated to 
staff 

¶ how the criteria for promotion consider the full range of work-related activities (including 
administrative, pastoral and outreach work)  

¶ details of any training, support or relevant opportunities including temporary 
promotions/interim positions 

¶ staff perceptions of the promotions process, including whether it is transparent and fair 

Academic promotions run annually. They are advertised to all staff in late December/early 
January; School Heads also disseminate the message to academics. 

During the pandemic, the University exercised financial prudence and paused the process 
for 2019/20. An equality analysis was completed at this time to measure and mitigate 
impact. The process resumed in 2020/21 and paused applications from 2019/20 were 
resubmitted.  

The University offers training to promotions panel chairs on fair/equitable discussions, our 
institutional priorities, and increasing workforce diversity. Training sessions are provided 
for School Promotions Committee members to ensure consistency. Sessions were led by 
HR, the PVC for Education and Students, and the HR AD. 
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In our REC survey, when given the statement óFor academic staff, I believe the academic 
promotions process is fair and equitableô, of all staff 41% agreed with this statement versus 
31% of BAME staff. 

 

To address this, activities were offered to help demystify the promotions process: 

¶ recording the academic promotions process and making available to the entire 
community in 2022 (to encourage all staff to apply)  

¶ academic advice (i.e., the evidence type that promotions panels would look for 
and how to interpret academic standards) led by senior professors  

¶ further University-wide Advice and Guidance session (February 2023) explain 
the process, provide advice, and give tips for writing applications in relation to 
career pathways and promotion criteria points. 

A session recording was posted online, so that those who could not attend in person could 
access it later. This increased accessibility; however, participation rates cannot be 
monitored. The impact on applicants is also inconclusive as the ónot knownô percentage (for 
applicant demographic data) increased 7% between 2022 and 2023. The promotion criteria 
include ócitizenshipô; which is interpreted by panels and captures the wider contribution to 
the department, School or University of administrative, pastoral and outreach activities. 

A project to review the academic promotions process is underway (2.15a), including 
reviewing criteria, such as how ócitizenshipô or óreputation in field of studyô are assessed, 
strengthening feedback and ongoing monitoring. Modifications will mandate the recognition 
of a broader swathe of academic activity which will recognise a wider set of contributions. 
This is intended to diversify academic careers. (2.15b).  

Following UCU feedback, we will implement a process to manage conflicts of interest 
(2.15e). This allows applicants to raise concerns about membership to the promotions panel 
who would be required to recuse themselves and increase assurances in the process 
integrity.  
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Table 5.8: Academic promotion 

 

Chart 5.2: Success rate of application for promotion by ethnicity 
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Table 5.9: Promotion data by success rate 

 

 

 

 

 

 

 

 

 

 

 

 

 

In 2020/21 BAME applicants were higher than previous years.    

In 2017/18 and 2018/19 there was a drop in success rates for BAME staff in comparison to 
White staff. However, the gap appears to have closed by 2020/21.  The numbers are so 
small at School level that it is hard to interpret as success rates vary due to the sample size, 
however data suggests that promotion rates are comparable. Small numbers mean year-
on-year trends are subject to wide variations and Schools with low numbers of BAME staff 
have little to no BAME promotion applicants (Psychology, ESW and Global).  

Actions are needed to demonstrate the integrity of the promotions process. The University 
will include specific development feedback to unsuccessful applicants to support confidence 
in the process and encourage applicants to build on this for future promotion applications 
(2.15d).   
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Chart 5.3: Success rate of application for promotion by ethnicity  

 

Table 5.10: Academic promotion by grade 

 

Promotions are available at all academic grades (grades start at 7). 
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Chart 5.4: Academic promotion by ethnicity and grade (2015/16 to 2020/21) 
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Table 5.11: Academic promotion by school 
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The University runs an annual Discretionary Pay Review (DPR) for all staff, to 
encourage and reward exceptional performance. 

This is the route to award bonuses or accelerated increments each year for academic, 
technical and PS staff and to award bonuses or salary increases for Professorial staff.  

Criteria were amended in 2022 to: 

¶ recognise staff contributions at all levels  

¶ make rewards more accessible 
¶ clarify eligibility for staff groups 
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¶ set minimum amounts for team bonuses.  

The process for Professorial staff remains unchanged, with 33% of Professorial staff 
eligible for recognition in 2022. 

When given the statement in our REC Survey: óBonuses paid under the Universityôs 
discretionary pay review scheme are allocated fairly and equitablyô there was no 
distinction between BAME and White staff, with 19% of each group agreeing. Further 
action is required to understands people's negative perceptions and to ensure that the 
University has communicated the process transparently. We will continue to monitor 
promotion data annually (2.15c).   

Summary of Actions: 5d 

2.15a: Existing People Strategy project to complete root branch review of our 
academic promotion process to make it more consistent 

2.15b: Broaden promotion criteria to mandate the recognition of a broader 
swathe of academic activity which will recognise a wider set of contributions 

 
2.15c: Monitor promotion data annually, including applicant numbers and 
outcomes.  

2.15d: Strengthen feedback process to, improve confidence in process and 
encourage future applicants  

2.15e: Create óconflict of interestô process for applicants to raise concerns 
about composition of promotions panel to support integrity of process 
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5e Research Excellence Framework (REF)  

Please provide data and related commentary and actions on: 

¶ the number of staff submitted to REF, presented as a proportion of the eligible pool, 
broken down by ethnicity. Please differentiate between UK and non-UK staff.  

For REF 2021: 

¶ of the research submitted 89% was categorised as óworld-leadingô or 
óinternationally excellentô  

¶ our research impact: 93% was assessed to be óoutstandingô or óvery 
considerableô ï up from 80.7% in 2014. 

As a research-intensive and inclusive University, we submitted 100% of eligible staff to 
REF 2021, including staff on standard education and research contracts (approximately 
94%), and colleagues on research-only contracts who undertake independent research 
(approximately 6%).  

Those on academic contracts not involved in independent research (primarily staff on 
Education/ Scholarship contracts) were not eligible, or submitted. 

Table 5.12: REF by ethnicity as of 26 August 2021 

 

 

Table 5.13: REF by ethnicity vs all academic staff 
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Measures taken to increase BAME REF submissions: 

¶ increasing flexibility of academic contract changes, enabling transfer to a Teaching 
and Research (REF-eligible) contract where eligible; to help bring BAME 
representation in REF more into line with their representation in the overall academic 
population   

¶ providing REF-specific training on unconscious bias to colleagues with decision-
making roles in REF2021  

¶ holding a REF Equality Assessment and Lessons Learned exercise to consider further 
steps to address inequalities in REF in relation to BAME staff and other protected 
groups  

¶ local initiatives to improve BAME representation in specific departments or 
disciplines.      
 

5f Support given to early career researchers  
 

Please provide details of how your institution supports minority ethnic individuals who 
are at the beginning of their academic careers in higher education.  

Comment on open-ended/permanent opportunities and any differences by ethnicity.  

The following have been identified as risk factors affecting quality research and 
innovation, as well as posing barriers to attracting talent and supporting wellbeing: 

¶ inflexible and uncertain career pathways  

¶ barriers to diversity and inclusivity  

¶ collegiality lacking 

¶ unhealthy competition culture 

¶ workloads over-inflated with unnecessary bureaucratic processes. 

Several initiatives have been designed to address these concerns, to offer support to all 
ECRs and foster a creative, inclusive and collaborative research culture, with a strong 
focus on underrepresented groups. The Research Culture Seeding Fund (RCS) is open 
to ECRs and pump-primes innovative approaches to enhancing the environment in 
which research takes place at the University. These act as pilot projects for new ideas 
serving as university-wide best practice models. 

Researchers can apply for £2,500 to organise initiatives focusing on, but not limited to: 

¶ improving access and participation in research for people from underrepresented 
groups 

¶ furthering open research practices 

¶ improving research conduct and reproducibility 

¶ tackling bullying and harassment 

¶ improving research leadership skills across career stages 

¶ creating routes for collaboration with businesses, third sector organisations and 
government 
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¶ securing and supporting the researchers' careers and associated professions 

¶ diversifying recruitment, reward and recognition approaches at all career stages 

¶ delivering new approaches to public dialogue and community-led research. 

 

The pandemic posed unique challenges for those who were early in their 
research career and on fixed-term contracts. Therefore, the Research Staff 
Support Scheme was developed. The support and guidance included: 

¶ Accessing lab, facilities, equipment, data and archives 

¶ Navigating contract extensions with funders 

¶ Supporting international ECRs with visa issues and other requirements 

¶ Mentoring on career development and employability   
¶ Help with wellbeing and mental health. 

A monthly newsletter is also produced which alerts researchers, with some specific focus 
on ECRs, to events or opportunities available to them. 

Figure 5.2: Screenshot of the Research Staff Support Scheme webpage 
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Figure 5.3: Screenshot of The Sussex Researcher newsletter December 2022 

 

   

Seats have been added to our Researcher Development Concordat Steering Group 
(RDCSG) for two EDI Advocates, to profile raise for researchers from underrepresented 
groups. 

Staff on research-only contracts are offered free, one-to-one coaching with an external 
qualified coach, for up to three sessions. The coach works with people to take action 
appropriate to their individual circumstances, providing support to help recognise 
challenges and achieve goals. 
 

 

 

 

 
































































































































